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ABSTRACT 



The world of work has changed dramatically over the years. 
Many researchers have enhanced career development theories, and recently 
there have been efforts to explore the possible convergence of the major 
theories or, at least, more effectively bridge theory and practice. This 
document explains several theories that can be used to revise current theory. 
The theories include planned happenstance; activeness, reactiveness, and 
flexibility; career adaptability; meandering and maneuvering; scenario 
planning; and career responsiveness. Career development theory may primarily 
be about how counselors prepare clients for the unexpected aspects of their 
career journey. Career responsiveness may be the term that best fits these 
emerging career development theories and a metaphor is presented to 
illustrate an understanding of this term. (Contains 23 references.) (JDM) 



Reproductions supplied by EDRS are the best that can he made 
from the original document. 
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INTRODUCTION 



The world of work has changed dramatically since Parsons 
(1909) first introduced his trait- factor theory of vocational 
choice in the early 1900s. Over the years, many researchers 
have enhanced career development theory; recently there have 
been efforts to explore the possible convergence of the major 
theories (Savickas and Lent 1994) or, at least, more effectively 
bridging theory and practice (Savickas and Walsh 1996). 
Increasingly, career practitioners and theorists alike are looking 
to general counselling theory, and even other disciplines, to 
inform their thinking about careers in the changing world of 
work (Watts 1996). Some lament that “career development 
theory [has] very little practical usefulness for career coun- 
selors” (Mitchell and Krumboltz 1996, 233). 



THE CHANGING WORLD OF WORK 

What changes have shaken the very foundation of career 
development theory? The subject is so complex and important 
that the American Psychological Association has recently 
published an entire book entitled The New Organizational Reality 
(Gowing, Kraft, and Quick 1998). The editors tell us that “[t]he 
hallmark of the new organizational reality is change” (xv) and 
describe both the downside of change (rigidity, defensiveness, 
and decreased productivity) and the upside (opportunities to 
learn, grow, and develop). There are dramatic changes in the 
kinds of work that people do, the way that they do work, the 
structure of organizations, and the psychological contract of 
employment (Blustein 1997). An effective theory of career 
development for today, then, must surely address the issue of 
change. 



IS A THEORY OF CAREER DEVELOPMENT NECESSARY? 

Is it better, however, for career counsellors and scholars to 
devote time and energy to improving career development theory, 
or should they instead focus on the more general theories that 
inform us about coping with stress and change? Savickas ( 1 996) 
warns that “whereas theory can be partial, practice must be 
holistic. Clients who present career problems cannot isolate their 
career problems from their other life issues” (192-93). 
Richardson (1996) cautions about “false splits” between 
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personal and career counselling. She advocates a holistic 
approach, preferring to define her work as counselling first, 
giving secondary importance to career specialization (and 
potentially combining it with other speciality areas). 

Career practitioners, therefore, need a solid grounding in general 
counselling theories and skills — and must continue to build on 
them as well as draw from emerging counselling theories, to 
further their professional development. On the other hand, career 
counsellors work with clients in a specific context — the 
changing world of work — and so need relevant theories, tools, 
and techniques to help with the unique counselling problems 
that their clients bring. Lucas (1996), in describing the existing 
body of career research, makes the criticism that “[rjesearch in 
our journals tends to answer many questions but few that are 
asked by practitioners in their offices” (81). 

Given that a general goal for career counselling is to “promote 
and facilitate satisfying and realistic decision making and career 
adjustment throughout the life span” (Hackett and Lonborg 
1994, 44), career counsellors, more than other counsellors, need 
special knowledge about the changing world of work (e.g., 
demographic trends, labour market information, employer 
expectations, employability skills, and specific career resources 
and career assessment tools) (Hall and Moss 1998). Some of 
this knowledge will come from literature in fields outside of 
counselling (Kline and Rowe 1998). Career counsellors also 
need to be aware of the issues unique to special client groups 
(displaced executives, high potential managers, blue collar 
workers, vocational rehabilitation clients, retirees, or immi- 
grants, to name a few). As well, career counselling has 
traditionally assisted with times of transition (e.g., leaving 
school, after job loss, prior to career change, or as part of 
rehabilitation). Career counsellors, therefore, need a special 
understanding of the issues that clients face during such 
transitions, as well as an awareness of the differences between 
voluntary and involuntary transitions, and the unique stresses 
caused by sudden or sustained and gradual change. In an age 
where knowledge is increasing exponentially, there is clearly a 
need for career counselling specialists. Such specialists would 
supplement their solid grounding in general counselling skills 
and theory with advanced knowledge and expertise in one or 
more of the career-related issues. 



4 



R.A. Neault 



In times of rapid, transformational change we need theories 
that are fluid — theories that allow us to formulate career 
problems within a manageable framework, yet flexible enough 
to encompass the diversity of problems that individuals 
encounter in today’s world of work. A good career development 
theory, then, will guide or inform the practice of counsellors so 
that they can select appropriate interventions, yet it will not be 
so highly prescriptive that the counsellor’s creativity and 
intuition is overpowered. 

Of the major career development theories today, perhaps Super’s 
“life-span, life-space” theory (Super, Savickas, and Super 1996), 
is one of the better examples of good theory according to these 
criteria. In Super’s (1942) early work, he was interested in 
extending vocational theory to better assist counsellors as they 
encountered a range of vocational problems with clients in 
diverse life stages and roles. His developmental theory 
continued to evolve to keep pace with the changing world of 
work. One later addition, for example, was to recognize the 
mini-cycles that people go through when their careers are 
disrupted and their normal developmental pattern is breached 
(Super, Savickas, and Super 1996). However, even Super 
recognized that his theory was neither unified nor comprehen- 
sive; rather, it remained “segmental” — comprising an assortment 
of theories dealing with various aspects of career development. 
Super was one of the initiators of the conference on convergence 
in career theory (Savickas 1997). 

The recent work of Krumboltz and his associates (Mitchell, 
Levin, and Krumboltz 1999) moves us closer to a unified theory 
of career development. Like Super, Krumboltz has continued 
to extend his theory to keep up with the practical needs of 
counsellors (Mitchell and Krumboltz 1996). While not prescrip- 
tive, “planned happenstance” theory (which grew out of the 
learning theory of career counselling, in turn an expansion of 
the social learning theory of career decision-making) is meant 
to provide a framework for counsellor thinking that encompasses 
the realities faced by our clients in today’s rapidly changing, 
often unpredictable world of work (Mitchell, Levin, and 
Krumboltz 1999). Even before this latest evolution of 
Krumboltz’s theory. Brown (1996) praised Krumboltz’s work 
for its application to practice. Interestingly, Savickas’s (1997) 
extension of Super’s life-span, life-space theory — focusing on 
“adaptability” as the integrating construct — ^bears significant 
resemblance to Krumboltz’s latest efforts. Watts (1996), too. 
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addresses similar issues when he refers to “planful serendipity” 
(46). 

Emerging directions for career development theory 

Despite the unsuccessful formal attempts at convergence, then, 
it seems that scholars reflecting on the necessary changes to 
career development theory are conveiging on the notion of 
“planful serendipity” as a bridging construct. In this section, I 
will briefly review some of the theories that incorporate this 
notion and offer some metaphors as illustrations. 

Planned happenstance theory 

Useful career development theories need to account for 
planfulness and self-management as well as serendipity and 
external forces of change. Planned happenstance theory 
(Mitchell, Levin and Krumboltz 1999), an extension of the 
learning theory of career counselling (Mitchell and Krumboltz 
1996), meets both criteria. In planned happenstance theory, 
counsellors are challenged to recognize unplanned, serendipi- 
tous events as both inevitable and desirable. Clients are 
encouraged to take planful action to generate and discover new 
opportunities for learning. 

Activeness, reactiveness and flexibility 
The theory of work adjustment (Dawis 1996) includes two 
personal style dimensions that fit with planful serendipity — 
activeness and reactiveness — and another one, flexibility, that 
fits with Savickas’s (1997) notion of career adaptability. An 
active approach to career management is more planful and 
purposeful and can result in a change in environment (e.g., 
quitting a job or starting a business). A reactive approach, on 
the other hand, is induced by the environment (e.g., a layoff or 
a serendipitous meeting that results in a job offer). More flexible 
workers find it easier to cope with change. 

Career adaptability 

Savickas (1997) offers the construct of “career adaptability” as 
a way to unify Super’s segmented life-span, life-space theory 
of career development (Super, Savickas, and Super 1996). For 
him, adaptability uses the same developmental dimensions as 
“career maturity” — ^planning, exploring, and deciding. Thus, 
adaptability, clearly relevant for coping with serendipitous 
change, is strategically developed in a planful manner. The 
notion of career adaptability fits well with the literature on career 
resilience (Collard, Epperheimer, and Saign 1996; Kidd 1998; 
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Waterman, Waterman, and Collard 1994) and also with 
Csikszentmihalyi’s “flow” theory (1990, 1997). 

Meandering and manoeuvring 

Lynne Bezanson, executive director of the Canadian Career 
Development Foundation, has described career paths as 
“meandering” — resembling more a forest path or river than a 
linear, upwardly mobile course (Alberta Advanced Education 
and Career Development 1999, 1). Other theorists warn, 
however, that meandering is not sufficient (Mitchell, Levin, and 
Krumboltz 1999). The notion of career building as “manoeu- 
vring” adds a planful element (Alberta Advanced Education 
and Career Development 1999). Likely both meandering and 
manoeuvring are important career management strategies in 
times of rapid change. Perhaps a canoeing metaphor will help 
to illustrate the interdependence of these two constructs. 

Sometimes career development resembles aimlessly canoeing 
down a river — meandering — ^with very little control or concern 
about where the currents take you, but always heading in the 
same general direction. A self-managed career, on the other 
hand, would be more like actively paddling the canoe, planful 
and purposeful — manoeuvring — choosing the best course, 
pausing at times, and changing speed and direction when 
desired. However, unexpected events befall even the most 
skilled canoeists. Perhaps the event is serendipitous — a chance 
encounter with a deer or discovery of a breathtaking waterfall 
(i.e., an unexpected, but positive, career opportunity). Some- 
times, however, the event is frightening and overwhelming — a 
floodgate is unexpectedly opened and, depending on which side 
of the gate the canoe is, there will be either no water (i.e., job 
loss) or a tumultuous torrent (i.e., chaotic organizational 
change). Regardless of the kind of unexpected event, strong 
skills and a prepared mind will help with navigation. 

Scenario planning 

Dave Redekopp, a highly respected Canadian career consultant, 
first introduced me to the notion of “scenario planning” as used 
by Royal Dutch Shell to prepare for uncertain times (Wack 
1985). Scenario planning fits well with planned happenstance 
theory (Mitchell, Levin, and Krumboltz 1999). Although the 
future is unknown, it can be rehearsed to a large degree — just 
as actors in theatre sports may rehearse strategies and techniques 
to equip them to handle the spontaneous demands that they will 
face while on stage. Such strategies allow us to help our clients 
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prepare for change — even change that is completely beyond 
individual control — by equipping them with fundamental 
principles for decision making, action plaiming, and adapting 
with flexibility to changing internal needs and environmental 
demands. 

Just as one can prepare for the possibility of an earthquake, 
one can prepare for the possibility of job loss, corporate 
restructuring, or emeiging skill requirements. Career coun- 
selling, therefore, is less like fortune-telling (we don’t know if 
or when the earthquake will come) and more like emergency 
preparedness (we can equip our clients to handle whatever 
difficulties the earthquake might bring). Career development 
theory is essential in this regard. Just as geologists and 
seismologists can provide us with detailed earthquake scenarios 
derived from previous experience and solid scientific theory, 
so, too, can career development theorists equip us with an under- 
standing of the most likely possibilities for our clients in the 
changing world of work. 

Career responsiveness 

A term that I think fits with these emeiging career development 
theories is career responsiveness. As a descriptor of effective 
career management in times of dramatic change, career respon- 
siveness incorporates inany of the notions described above. To 
be responsive is to be proactive yet adaptable. I will offer a 
final metaphor to illustrate my understanding of this term. 

At the top of Machu Picchu, in Peru, is an impressive Incan 
ruin — a popular tourist destination. But Machu Picchu is a very 
high mountain — so high, in fact, that most tourists would suffer 
from oxygen deprivation if they attempted to climb it. To 
accommodate these travellers, there is a train and a shuttle. 
Much of the trip, however, involves travelling horizontally 
across the mountain rather than up. The train travels a brief leg 
of the journey, then stops and repositions itself to move to the 
next stage. Some of the segments are short trips (much like 
contract positions); some are steep climbs (much like a 
promotion or intensive course of study). Other segments may 
involve a brief downward journey to find a better position fi’om 
which to ascend to the next level (similar to downshifting or 
taking a demotion to get established in a new organization or 
industry). For the impatient traveller, it may seem that progress 
toward the top of the mountain is very slow or even non-existent. 
However, the journey has not involved aimless meandering. 
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Rather, there has been steady progress toward a goal, with 
course adjustments to manoeuvre around the obstacles 
encountered along the way. The journey was planned, but, to 
be successful, involved responding to the terrain. Having a 
guiding theory, therefore — similar to the well-wom tracks up 
Machu Picchu — ^will help us as career counsellors keep our 
clients on track as they progress toward their own visions of a 
fulfilling career. 



BIBLIOGRAPHY 



Alberta Advanced Education and Career Development. Multiple Choices: 
Planning Your Career for the Century. Edmonton, AB, 1999. 

Blustein, D.L. “A Context-Rich Perspective of Career Exploration Across 
the Life Roles.” Career Development Quarterly 45, 3 (1997): 260-74. 

Brown, D. “Status of Career Development Theories.” In Career Choice and 
Development. 3'^‘*ed. Edited by D. Brown, L. Brooks, and associates. San 
Francisco: Jossey-Bass, 1996: 513-25. 

Collard, B., B. Epperheimer, and D. Saign. Career Resilience in a Changing 
Workplace. Columbus, OH: ERIC Clearinghouse on Adult, Career, and 
Vocational Education (ED 396 191), 1996. 

Csikszentmihalyi, M. Finding Flow: The Psychology of Engagement with 
Everyday Life. New York: HarperCollins, 1997. 

Flow: The Psychology of Optimal Experience. New York: 

HarperCollins, 1990. 

Dawis, R.V. “The Theory of Work Adjustment and Person-Environment- 
Correspondence Counseling.” In Career Choice and Development,. 3'^* ed. 
Edited by D. Brown, L. Brooks, and associates. San Francisco: Jossey- 
Bass, 1996: 75-120. 

Cowing, M.K, J.D. Kraft, and J.C. Quick. The New Organizational Reality: 
Downsizing, Restructuring, and Revitalization. Washington, DC: American 
Psychological Association, 1998. 

Hackett, G., and S.D. Lonborg. “Career Assessment and Counseling for 
Women.” In Career Counseling for Women. Edited by W.B. Walsh and 
S.H. Osipow. Hillsdale, NJ: Lawrence Erlbaum Associates, 1994: 43-85. 

Hall, D.T., and J.E. Moss. “The New Protean Career Contract: Helping 
Organizations and Employees Adapt.” Organizational Dynamics 26, 3 
(1998): 22-37. 

Kline, T., and P. Rowe. “Graduate Training in I-O Psychology: Some Oft- 
Ignored Contextual Issues.” Canadian Psychology 39, 1-2 (1998): 142-48. 

Lucas, M.S. “Building Cohesiveness Between Practitioners and Researchers: 
A Practitioner-Scientist Model.” In Handbook of Career Counseling Theory 
and Practice. Edited by M.L. Savickas and W.B. Walsh. Palo Alto, CA: 



9 



Planning for Serendipity? Career Management for Changing Times 



9 



Davies-Black, 1996: 81-91. 

Mitchell, K.E., A.S. Levin, and J.D. Krumboltz. “Planned Happenstance: 
Constructing Unexpected Career Opportunities. ’Vowrwa/ of Counseling and 
Development 77, 2 (1999): 1 15-24. 

Mitchell, L.K., and J.D. Krumboltz. “Krumboltz’s Learning Theory of Career 
Choice and Counseling.” In Career Choice and Development. 3^*^ ed. Edited 
by D. Brown, L. Brooks, and associates. San Francisco: Jossey-Bass, 1996: 
233-80. 

Parsons, F. Choosing a Vocation. Boston: Houghton Mifflin, 1909. 

Richardson, M.S. “From Career Counseling to Counseling/Psychotherapy 
and Work, Jobs, and Career.” In Handbook of Career Counseling Theory 
and Practice. Edited by M.L. Savickas and W.B. Walsh. Palo Alto, CA: 
Davies-Black, 1996: 347-60. 

Savickas, M.L. “A Framework for Linking Career Theory and Practice.” In 
Handbook of Career Counseling Theory and Practice. Edited by M.L. 
Savickas and W.B. Walsh. Palo Alto, CA: Davies-Black, 1996: 191-208. 

“Career Adaptability: An Integrative Construct for Life-Span, Life- 

Space Theory.” Career Development Quarterly 45, 3 (1997): 247-59. 

Savickas, M.L., and R.W. Lent. “Introduction: A Convergence Project for 
Career Psychology.” In Convergence in Career Development Theories: 
Implications for Science and Practice. Edited by M.L. Savickas and R.W. 
Lent. Palo Alto, CA: CPP Books, 1994: 1-6. 

Savickas, M.L., and W.B. Walsh. Handbook of Career Counseling Theory 
and Practice. Palo Alto, CA: Davies-Black, 1996. 

Super, D.E. The Dynamics of Vocational Adjustment. New York: Harper- 
Collins, 1942. 

Super, D.E., M.L. Savickas, and C.M. Super. “The Life-Span, Life-Space 
Approach to Careers.” In Career Choice and Development. 3'*^ ed. Edited 
by D. Brown and L. Brooks. San Francisco: Jossey-Bass, 1996: 197-261. 

Wack, P. “Scenarios: Uncharted Waters Ahead.” Harvard Business Review 
63, 5 (1985): 72-89. 

Waterman, R.H., J.A. Waterman, and B.A. Collard. “Toward a Career-Resilient 
Workforce.” Harvard Business Review 72, 4 (1994): 87-95. 

Watts, A.G. “Toward a Policy for Lifelong Career Development: A 
Transatlantic Perspective.” Career Development Quarterly 45, 1 (1996): 
41-53. 



10 

o 

ERIC 



U.S. Department of Education 

Office of Educational Research and Improvement (OERI) 
National Library of Education (NLE) 

Educational Resources Information Center (ERIC) 

REPRODUCTION RELEASE 

(Specific Document) 




II. REPRODUCTION RELEASE: 





In order to disseminate as widely as possible timely and significant materials of interest to the educational community, documents announced in the 
monthly abstract journal of the ERIC system, Resources in Education (RIE), are usually made available to users in microfiche, reproduced paper copy, and 
electronic media, and sold through the ERIC Document Reproduction Service (EDRS). Credit is given to the source of each document, and, if reproduction 
release is granted, one of the following notices is affixed to each document. 



If permission is granted to reproduce and disseminate the identified documents, please CHECK ONE of the following three options and sign at the bottom 
of the page. 



The semple sticker shown below will be 
affixed to ell Level 1 documents 


The sample sticker shown below will be 
effixed to ell Level 2A documents 


The sample slicker shown below will be 
effixed to ell Level 2B documents 


PERMISSION TO REPRODUCE AND 
DISSEMINATE THIS MATERIAL HAS 
BEEN GRANTED BY 




PERMISSION TO REPRODUCE AND 
DISSEMINATE THIS MATERIAL IN 
MICROFICHE, AND IN ELECTRONIC MEDIA 
FOR ERIC COLLECTION SUBSCRIBERS ONLY. 
HAS BEEN GRANTED BY 




PERMISSION TO REPRODUCE AND 
DISSEMINATE THIS MATERIAL IN 
MICROFICHE ONLY HAS BEEN GRANTED BY 


— ^ 










TO THE EDUCATIONAL RESOURCES 
INFORMATION CENTER (ERIC) 




TO THE EDUCATIONAL RESOURCES 
INFORMATION CENTER (ERIC) 




TO THE EDUCATIONAL RESOURCES 
INFORMATION CENTER (ERIC) 


1 




2A 




2B 




Check here for Level 1 release, permitting reproduction 
end disseminetion in microfiche or other ERIC erchivel 
media (e g., electronic) and paper copy. 



Check here for Level 2A release, permitting reproduction Check here for Level 2B releese. permitting reproduction 

end disseminetion in microfiche end in electronic medie for end disseminetion in microfiche only 

ERIC erchival collection subscribers only 



Documents will be processed as indicated provided reproduction quality permits. 

If permission to reproduce is grented, but no box is checked, documents will be processed et Level 1. 



Sign 

here, 

please 




/ hereby grant to the Educational Resources Information Center (ERIC) nonexclusive permission to reproduce and disseminate these documents 
as indicated above. Reproduction from the ERIC microfiche or electronic media by persons other than ERIC employees and its system 
contractors requires permission from the copyright holder. Exception is made for non-profit reproduction by libraries and other service agencies 
to satisfy information needs of educators in response to discrete inquiries. 




Printed Name/Posilion/Title; • 

ViebudV) 


Organizalion/Address; CoqUitlafTI, B.C. V3C 3R8 

Phone: (604) 464-2382 


L.04- 


QUio 1 




ill. DOCUMENT AVAILABILITY INFORMATION (FROM NON-ERIC SOURCE): 

If permission to reproduce is not granted to ERIC, or, if you wish ERIC to cite the availability of these documents from another source, 
please provide the following information regarding the availability of these documents. (ERIC will not announce a document unless it 
is publicly available, and a dependable source can be specified. Contributors should also be aware that ERIC selection criteria are 
significantly more stringent for documents that cannot be made available through EDRS.) 



Publisher/Distributor: 



Address: 



Price: 



IV. REFERRAL OF ERIC TO COPYRIGHT/REPRODUCTION RIGHTS HOLDER: 

If the right to grant this reproduction release is held by someone other than the addressee, please provide the appropriate name and 
address: 




V. WHERE TO SEND THIS FORM: 



Send this form to the following ERIC Clearinghouse: ERIC Counseling & Student Services 

University of North Carolina at Greensboro 
201 Ferguson Building 
PO Box 26171 

Greensboro, NC 27402-6171 



